C risis and chao s are the name of the gam e toda y in companies. Whatever happened to job sec urity and certainty which loyal employees have come to expect? In today's world of mer gers, company bu y-outs, a nd lay-offs, occupational health nurse man agers need to know how to positi vely confront the challenge s of our fast paced lives. The intent of th is article is to position occup ational health nurs e managers as leaders in coping with change.
Prospects of change often create ambiguity and uncertainty. The occupational health nurse manager mu st cultivate a tolerance for ambiguity and lead th e occupational health unit staff to learn to embrace rather than fear chan ge. Frequently staff are perceived as resist ant to change when, in fact, the manager has failed to prepare the staff for change and its exciting outcomes.
When a manager fails to provide this essential leadership, adversity, dis satisfaction, and confusion win prevail among the staff. Take note of thi s-negative attitudes and resistance to change often can be attributed directly to the manager's leadership.
Six distinct characteristics and beliefs are important to help you and your staff deal with change: hardiness, positive outlook, commitment, control, and timing (Fi gure) .
HARDINESS
Clearly, some fortunate persons exhibit hardiness, a personality char-In today's world of mergers, company buyouts, and lay-offs, occupational health nurse managers need to know how to positively confront the challenges of our fast paced lives.
acteristic which provides them with the capacity to de al effortlessly with difficult situations (Wolf, 1990) . These individuals see m immune to job burnout or feelings of powerlessness. Hardiness helps these individuals deal with stre ss that occurs during times of change. Certainly, we can learn a lesson from these individuals and develop hardiness among ourselves and our staff. Hardiness can be cultivated by developing a positive outlook, taking control, and nurturing a genuine commitment to your work.
POSITIVE OUTLOOK
Crisis situations can create challenges or opportunities, and thus change can be viewed as either positive or as threatening. Do you perceive a cup as half full or half empty? What me ssages do you communicate to your staff? Is your langu age positive, and does it provide the staff with direction? Or do you broadcast negative mes sages about the current or impending situation? Wolf (1990) advises using language such as "this can build character" rather than "this is a terrible problem. " A positive outlook is key to managing a crisis effectively. Avoid becoming embroiled in negativism.
Some indi viduals, exhilarated by the opportunities generated by change, can actually thrive on chaos . Their collective energy and positivism can be utilized to start long overdue projects and revitalize the organization. Other individuals, adversel y affected by disorder and lack of security, need your role modeling and need time to express their concerns openly. The impact of change for these individuals is overwhelming. Let these coworke rs know that such feelings are normal and that you will help them meet the challenge.
COMMITMENT
A strong sen se of commitment to the mission of the occupational health unit can assist employees in minimizing the impact of change. You can assess the climate of change in the organization, and determine new goals and strategies compatible with the changes. Some committed individuals become healthier in chaos as they " fling themselves into the fray, trying out new ideas " (Olsen, 1990) .
On the other hand, some individuals attempt to deny the changes and become less committed to the organization during times of upheaval. Denial, in serving to protect the individual, actually becomes harmful in that the individual does not proactively deal with change. Instead the individual becomes immobilized or is perceived as being resistant to change and marginally committed to the changing goals of the organization. Job counseling may be helpful in getting individuals who remain marginally committed to the organization over a period of time to review their options and perhaps pursue other career opportunities (Wolf, 1990) . Olsen (1990) identifies control as the most critical trait needed for optimal adjustment to change. Individuals who believe that they influence the course of events and that they do make a difference in the organization will accommodate change effectively. To maximize opportunities for control during times of change, an occupational health nurse manager can empower the staff to make programmatic decisions or set priorities for projects.
CONTROL
As leaders, we must avoid statements which diminish our sense of control. For example, avoid saying "I wish ...if only the budget would allow it...we can't" (Wolf, 1990) . Instead, foster an approach which demonstrates control over the situation with statements such as "we wilI...let's find a way... we will plan...let's begin."
SOCIAL SUPPORT AND STRESS
MANAGEMENT To weather a change, support from coworkers is vital. Knowing that you are not alone and that others also are experiencing the effects of change will be helpful. Group support is useful in promoting staff to act rather than react in relation to the changing environment.
The occupational health nurse manager may want to initiate frequent and regular staff meetings to discuss impending changes and assist the staff to adjust. Persons from the outside who have undergone similar changes can help the staff ventilate and process the changes.
Listen to the feelings of your staff. Be sensitive and respect their feelings. Because people adjust to change at different rates, some of your staff may need more support than others. Find ways to bring humor into the situation. Help the staff to identify stress relievers such as exercise, music, and recreational activities.
TIMING Good timing can influence how change is accepted. As an occupational health nurse manager who creates organizational change, you must develop timing as a managerial skill. Remember that rhythms affect our performance.
Don't attempt to present a new project to your staff when tired or hungry. To motivate your staff you need to be highly energized and able to project excitement (Davidhizar, 1989) . Avoid scheduling more than two or three staff meetings in the same morning or afternoon block of time. Postpone new projects or training sessions until after the peak vacation season is over.
Timing also involves giving your staff time to think about an idea or project. Consider holding an initial meeting to introduce the idea. Always be prepared by doing your homework before going to a meeting. Later, hold meetings to discuss the plan and allow everyone to get involved.
In summary, a proactive occupational health nurse manager prepares the organization for change and guides self and staff in overcoming resistance to change. Managing 
